COLORADO

Department of Education

le

Educator Preparation Report

LTy 1)
% plld

Department of Higher Education

U ]

'
1
:

1
L

2021

The Colorado Department of Higher Education and
Colorado Department of Education

Statutes: §22-2-112(1)(q) and §23-121(6).



Educator Preparation Report
COLORADO DEPARTMENT OF HIGHER EDUICBDLANRADO DEPARTMENT OF EDUCATION

COLORADO
' Department of Education
Department of Higher Education

This report was prepared by the
Colorado Department of Higher Education (CDHE) and the
Colorado Department of Education (CDE) pursuant to
Colorado Revised Statutes §22112(1)(q) and §23-121(6).

March2021
1600 Broadway, Suite 2200, Denver, CO 80202
For more informatiorontact

Brittany Lane, PhD
Director of Educator Preparation
Colorado Department of Higher Education
brittany.lane@dhe.state.co.us

Mary Bivens
Director of Educatobevelopment
Colorado Department of Education
Bivens_ M@cde.state.co.us

Carolyn Haug, PhD
Director, Research & Impact
Colorado Department of Education
Haug_C@cde.state.co.us


mailto:brittany.lane@dhe.state.co.us
mailto:Bivens_M@cde.state.co.us
mailto:Haug_C@cde.state.co.us

Educator Preparation Report 3
COLORADO DEPARTMENT OF HIGHER EDUICBDLANRADO DEPARTMENT OF EDUCATION

Tabl e of Content s

Is Colorado Still Experiencing an Educator Shortage? 6
Educator Preparation 9
New Teacher Employment in Colorado Public Schools 14
Conclusion 17

Endnotes 18



Educator Preparation Report 4
COLORADO DEPARTMENT OF HIGHER EDUICBDLANRADO DEPARTMENT OF EDUCATION

COLORADO Dr. Angie Paccione
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To ensure that Col or-Edtodenss are ready fer pastsecapdary eddcatore r s e P
workforce upon graduation, Colorado must ensure schools are staffed with excellent educators.
Educators are a critical component to Colorado’ s
next generation of health care workers, researchergrepreneurs and social advocates.

Educator quality begins with strong preparation and requires partnerships among school districts,

Boards of Cooperative Services (BOCES), institutions of higher education, nonprofit organizations and

the Departmentsof@uc at i on ( CDE) and Higher Education ( CDHE
teachers, or high school science teachesshool counselors or principatlColorado has 46 approved

educator preparation programs across the state that shape our educators. COED&tte work in

partnership to support 23 of those programs as higher education programs, and CDE oversees all other
programs as alternative educator pathways.

The information within this report demonstrates C
education,Colorado Rises: Advancing Education and Talent Develop8patifically, to increase the

number of students completing educator preparation programs. The state master plan also expresses

the need to eliminate equity gaps, improve student sucassinvest in affordability and innovation.

A highly effective teacher is the most important schboh s ed f actor in a student ' s
classroom, according to a multitude of research. As such, providing excellent educator preparation

programs ikey to producing higiyuality teachers in every classroom and strong leaders in every

buil ding, which is a cruci al part of the Colorado

Much like other higimeed fields, teachers and other educators commit taafgssion that requires a

deep knowledge base and professional practice. Co
provide robust training in content and pedological knowledge that take theory into practice in the

classroom environment. Such rigais training and support from mentors help us achieve our ultimate
sharedgoatt he success-1ddtude@te.l or ado’ s P

b gilloe 1y ik

Dr. Angie Paccione Dr. Katy Anthes
Executive Director, Colorado Commissioner of Education
Colorado Department of Higher Education Colorado Department of Education

1600 Broadway, Suite 2200, Denver, CO 80202 P 303.862.3001 F 303.996.1329 highered.colorado.gov
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To prepare K2 students for college and careers
after graduation, Colorado must focus on cultivating
a diverse, weltrained educator workforce

Educator preparation providers have been
striving to ensure that Colorado schools are filled
with excellent educatorgHowever, aolorado
was making gains in addressing teacher
shortages, the COWAI® pandemic struck and
shook the field of education tits core.

Beginning in the spring of 202€chools
statewide struggled with keeping students,
teachers, and their families safe while
concurrentlypivoting to remote teaching and
learning on very short notic&Vhen asked about
their concerns with remote teaching, teachers
indicated
technology and engagement were the top
challenge$. Now, inservice teachers are

exhausted, and we find ourselves once again
facing a crisis of looming educator shortages.
Though we have yet to see thigll impact of the
pandemic on the educator workforcdistricts
have expressed concerns regarding teacher and
leader turnover due to stress and burnout.

Colorado Educator Preparation Program (EPP)
providers will be called ohy districtsto helpfill
hiring needs. ThiEPP eport examines current
trends in educator preparation enroliment and
completion, and how recertompletersfare in
their first years in the field. Additionally, the

ttriaggléswith t u d e n t geport summarizes recent legislative measures

implemented toaddress teacher shortages.
Finally, potential policy solutions are offered.
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Several factors influence educator labor market supply and attrition. One key indicators
the extent of teacher shortages is the number of unfilled positions and the mechanisms

that districts use to address unmet hiring needs in any given year.

Shortage mechanismslike hiring longterm (BOCES) reported for the 2020 school year
substitutes, retired teachershose with there were 7242openteacher positions. Most
emergency certificatioyor thosecurrently were presumed to have been filled through
enrolled in aralternative preparatiorprogram— traditional hiring practices, however, 147 (2.03%)

ensure that positions do not go entirely unfilled.  remained unfilled for the entire school year and
985 (13.60%) were filledsinga shortage

Based on th&taewide Educator Shortage mechanismKnowing that €achers arele most
Survey the Colorado Department of Education importantin-schoolfactor determininga

(CDE) conducts each year, local education st udent ) Colorado musensure that an
agencies (LEASs) such as school districts and excellent teacheleadsevery class.

Boards of Cooperative Educational Services
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There were 42Drincipal and assistant principal found that of the 1,123 SSP positions that needed to
positions also needed to be filled for the 2020 be hired, 76 (6.80%) remained unfilled and 69
acadenic year. Of those, 20 (4.75%)mained (6.11%) were filledisinga shortage mechanism.
unfilled andeight (1.90%) were filled through a
shortage mechanisnA 2017 reportpreparedby the
Colorado Department of Higher Educatiand CDE
found that poor working condition§ncludng poor

leadership) were among the top reasons educators T _
left the field. Effective principals shape the vision OfHowever, rural districts (those witiewer than 6,500

academic success for all students by cultivating thestudents) and small rural districtieqver than 1,000

optimal climate for teaching and learnirng.strong students) are experiencirte shorFagesmost
principal is essential for both instructiorahd urge.zr.nly. Across all teacher, prmqul, and SSP
building leadership. positions, rural and small rural distriotgere forced

to fill positions througha shortage mechanism far
Shortages weralsoidentified for special service more often than were non-rural districts. Taching
providers (SSRsthose whohelpeducate some of  positions in rural and small rural districts were eight
our students with the greatest needs. There aiee times more likely to be filled through a shortage
different endorsement areas for SSPs who provide mechanism tharwere positiongn nonrural
schoolservices: audiologistgounselors, nurses, districts. Similarly, SSPs and principal/assistant
occupational therapists, orientation and mobility  principal positions were six times more likely to be
specialists, physical therapists, psychologists, socidilled through a shortage mechanism in rural districts
workers, and speeclanguage pathologists. The than were positions in urban centers
Cd orado Educat 00120 esutsage Survey’ s

Perhaps most concerning is teatewide inguality
in hiring challengesUnderstandably, an-rural
locations had the highest number of positions to fill
due tothe largestudentpopulatiorsthey serve.

Percentage of Positions to Hire Filled Tugb a
Shortage Mechanism by Rural Designation

m Non-Rural mRural = Small Rural m Other
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Addressing Educator Shortages

Shortages have typically been addressed in two
ways—by recruiting new educators or by better
retaining experienced ones. A significant factor
influencing recruitment is the return on investment
(ROI) for those considerivgorking inthe field.
Education is highsociatvalue, lowwage field for
which obtaining a college degree may not seem
financially feasible. Though educators are often
drawn to the field for more altruistic reasons, the
rising costs of college and increased loan debt
coupled with belowmedian wage outcomeare a

Shortages have typically been
addressed in two waysby

recruiting new educators or by
better retaining experienced ones

taxpayers upwards of $20,000 kire anew

valid cause for concern. Educators in Colorado €aMiaacher—funds that could be bettespent

about 30 % less than their peers witlke same level
of college degrees in other fields; the gap is
exacerbated over time and among educators with
advanced degreésThe low RQikely accounts for

elsewheré.

There are a variety of factors that contribute to
teacher turnover, including preparation and initial

some of the declines in enrollment among educator support onthe job. Studies show that teachers who

preparation programs experienced nationally since
the Great Recession.

Retaining higlguality, inservice educators is
essential for both the students and districts.
Nationally and lodidy, almost 30% of eargareer
teachers leave their classrooms within 5 yéars
Nearly twothirds of educators leave the profession
before retirement. These turnover rates are even
higher in schools that serve higioverty, high
minority, and vulnerable student populations,
intensifying inequitieg schools that are already
underresourced. Teacher attrition is concerning as
it not only affects the @inate of a school, but
studies have shown that turnover can hurt
students’ academic achi
found that in grade levels with a high degree of
teacher turnover, students scored lower in math
and English language dtts Wh at ' s
edimates suggest that it can cost districts and

were more satisfied with their preparation program
perceived themselves to be more effective as
educators and were significantly less likely to intend
to leave their position. The quality of a novice

t e a ¢ h garatien agpeass to have an important
effect on retention as well.

In a study conducted by the Consortium for Policy
Research in Education (2014), the amount and type
of pedagogical preparation that earbareer

teachers received had a substantial impaothow
likely they were to remain in teachitig The
researchers found that factors like practice teaching
and receiving feedback, and specific instruction in
learning theory and selecting teaching materials
gignitcandyrcontributRcts vehatiiecnbvice tdaers
left the field. This was particularly true for math and
science teacherdducator preparation programs

mo r emust fullyg ttaw aducators to meet the needs of

their students on day one.
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Educator Preparatio

EPPs are authorized araverseen by both the Colorado State Board of Education (SBE)
the Colorado Commission on Higher Education (CCHE), and oversight is operationaliz:
staff at CDE and the CDHE.

There are two pathways to becoming an educator in
Colorado. The traditional route involves candidates enrollir
in an approved public or privatastitution of higher Do you have a bachelor’s degree?
education (IHE)ompleting an approved program, and
applying for licensurelhe traditioral route is jointly
authorized and monitored by SBE and CDE, and CCHE an
CDHEThe second pathway is through designated agencie:
approved by theSBEas alternativdicensureeducator
preparation programs, referenced throughout this report as

Pathways to Teaching in Colorado

alternative elucator preparation programg.he alternative YES NO
licensure route is authorized and monitored by SBE and C Traditional Traditional
This option exists for individuals who already hdideast a P':Z;;;if::';:’;gef;fn U"F‘,’r‘;'é’:gi“:;eplr\fg:';ed
b a ¢ h edegoeebutseed additional coursework and
training in pedagogy. Alternatiteacher and principal E]
candidates receive instructioconcurrentlywhile theywork A|ternagve Preparation

rogram

as theteacher of record oprincipal in a school.
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Methodology and the CO Educator Preparation Program Report

In 2020, he more comprehensivEPP Repomwas
madeavailable to report outcome metrics of
Colorado educator preparation providers.
Outcomessuch asenrollment, completion, and
new teache performance and retention are
documented, agre contextual factors that
describe new teacher employment. The EPP
Report information was used to prepare this
written executive summary anare provided to
meet requirements of Colorado Revised Statutes
§22-2-112(1)(q)and 823-1-121(6)

TheEPP Repois populated with data that
originates from the EPPs and Colorado school
districts. Most data used are gathered in multiple
mandatory data collection processes operated by
CDHEand CDEincludingthe data collected for

the U.S. Department of Education Higher
Education Act Title Il Program.

CDHE staff collected data for this report using the
Student UnitRecord Data System (SURDS) from
all 2 public and private institutions authorized to
offer traditional preparationprograms for initial
licensure, adebn endorsements, and advanced
studies for licensed teachers, principasd
administrators for academic years 2613

through 201920. Enrollment and completer data

for traditional EPPs is shared witbE by CDHE
through permissions granted in a formal Data
Sharing Agreement for purposes of creating the
EPP Report.

CDEstaff collected data on designated agencies
authorized by thesBHo offer alternative

certification for teacher or principal initial

licensure. Theseata were collected in the
Designated Agency Data Collection (DADC), which
CDE has established asamually required

process to fulfill statutory mandates for educator
preparation reporting. Th® ADC has collected
individuatlevel preparatn records for academic
years 201516 through 20120.

Employment data is collected annually by CDE
from all Colorado school districts and BOCES that
employ educators through the Human Resources
Snapshot. This collection provides employment,
performanceand retention information for the
cohort of new teachers tracked into the
workforce in Colorado public schools. Contextual
information about the schools and districts in
which new teachers are employed comes from
the CDE October Count collextiand district
annual accreditation ratings generated by CDE.


http://www.cde.state.co.us/educatortalent/edprepprogram-report
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CO Educator Preparation Enrollment and Completion

Following several years of decline, overall
enroliment in Colorado educator preparation
programs increased §.1%duringa recentfour-
yearperiod—from 11,297in 2015-16to 12,333
in 201819. With the number ofapproved
designatedagencies doubling in thlast decade,
enroliment in alternative preparation programs
jumped 44.26since the 20186 academic year.
Notably, @ins were seen in both alternative and
traditional preparation programs in higheed
content areasFor example, the number of
enrollees pirsuing arearly childhood education
endorsement grewL6%from 813in 2015-16 to
944 in 201819.

During the past four yearshé number of overall
completers of educator programs haxreased

7.5%In 201516 3,163 people completed their
programwhilein 201819, 3,401had completed
During the past four years) the statewide
teacher shortage areas of secondary
mathematics, secondary scien@nd K12 special
education generalist, the number of completers
increased substantially in special educatinrt
remained about the same in mathematics and
science. In 208-16, there were597 completers

in these endorsement aream 201819, there
were 707completers in these higheed areas,
representing an overall increase 18.4% Inthe
K-12 special educatiogeneralistsubject area
completers increased fror223 t0337 61.1%
during this period.

Alternative Preparation Trends

1700 1588
1500
1217
1300 1173
1101
900 878
802
L —
700
500
201516 201617 201718 201819

——Enrollment

— Completion
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Traditional Preparation Trends

13000
10732
10464 10745
11000 10196 046
9000
7000
5000
2830 2667 2523
1000
201516 201617 201718 201819
—Enrollment ——Completion
These gains do nohake up forthe overall students in Colorado are Black or African
enrolliment and program completiotieclines American, Hispanic or Latino, Asianaoother
seenin previous yearshowever. Also, potential non-white race/ethnicity, yet our teachers are

traditional pathway candidates are not goinginto over whel mingly white and fe
alternative programs instead of those at an IHE. pool of educatordn-training continues to be
The majority of candidates (80%) enrolled in an  predominately (7% nonHispanc white and
|l HE are 24 years ol d o rfemgleYetigiesshow that stuidentskeal mdree | or ' s

seekingdegreeprograms whereas tdrnatively cared for,are motivated by, and learn more from
|l icensed teachers al r e adugatofs wHo dhartheirtlsaane raed Funthers
degree. research suggestbat all students benefit from

having at least one teacher of color, and student
of color that have had at least one safrace
teacher in grades-3 were 3%less likely to drop
out of high school than those who had not had a
teacher of coloi?.

EPPs are making efforts to ensure that candidates
reflect the communities they will serve by
recruiting candidates with racial, ethnic, and
linguistic diversity. Approximately half 12
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Despite recent attempts, efforts at diversifying tteaching profession have fallen short. Among
recent EPP completers, 12.7% are Hispanic and 2.4% are Black, yet 34.2% of Colorado students
are Hispanic, and 4.5% are Black. Promisjradfigrnativepreparationprograms are attracting a
relatively high propdion of male candidated-or the 201819 academic yeaapproximately

one out of three(34.3%) ofalternative licensure candidategere male, compared to 22.8o0f

traditional route candidates.

Colorado Students

34.2% ‘ 4.5%

Hispanic Black

Ensuring a diverse pipeline of educators is an important goal adtéte but filling the pipeline
with diversecandidates is only one part of the solution. Educator preparation provideralsoe
offering highquality programs to ensure that candidateave all the training and tools that they
need to beeffective
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New Teacher Empl oymen
Colorado Public Schc

5 dF NBOSAWSR FNBY 9tta YR tAYy1SR 02

completers to be tracked into the Colorado public school workforce.

The instate placement rate of new teachers was 8&#®r the 201819 cohort, which is an increase of
3 percentage pointérom 201718, and up percentage pointsotal for the priorthree years.
Predictably, dring the past four years, the largest employer&®P candidatdsave beerfive of the six
largest districts in the statdenver Public School¥efferson County Public Schools, Douglas County
School District, Aurora Public Schools, and Adams 12 Five Star Schib@<201819 cohort—the
cohort for which themost recent datas available—these five districts hired at least two of every 10
newteachers(22.68%) from ColoradoEPPs
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Context of New Teacher Employment

Nationwide trends show firsyear teachers are
disproportionately hired inteschools with the highest
needs,andassigned students who tend to be behind
academicall}#. Educator preparation programs must
produce teachers who are ready to make an impact
on their first day. In the most recent cohort (2018
19), about onethird of new teachers were employed
in schools\ith high levels of poverty (31.5%), high
proportions of minority students (35.0%), and/or hig
proportions of Englistanguage learners (33.1%).

In the most recent cohort
(201819), about onehird of new
teachers were employed in schools
with high levels of poverty (31.5%),

high proportions of minority students
(35.0%), and/or high proportions of
Englishlanguage learners (33.1%).

The most recent Colorado data shows that new

teachers were hired in districtsthate c ei ved t he “Accredited” rating by
placed in lowetperforming schools in districts charged with adopting and implementing an

“1 mpr ovement -sévdndlass thian IPaya netv yeachers work in a district that is required to

have a “Priority I mprovement Pl an."”

New Teacher Performance Evaluation Ratings

In an effort to promote continuous improvement  In an analysis of data from previous studies,

in practice, teacher performance is evaluated researchers found thattaching experience is

every year. Teacher performance ratings are positively related to gains in student

comprised of a professioharactice score and achievementThe gains are more significant for
measures of their st udaeaovices, yet lingeneral thaypersiscwelrireosa. Th e
201718 cohort was evaluated on the revised t e a c h e rlt Fhese fandilgesupport work in

Teacher Quality Standards in their first year of the field to pair preservice and early caree

teaching. The vast majority of the 2018 cohort teachers with excellent experienced teachers

received an overall performance rating offesr trained to be mentors for clinical experiences,

“Ef fective” (54 %) -er ‘tedm tgdecHing, arle induetiont i ve” (9. 4 %)
the top two ratingsNotably, however, firsyear

teachers are less effective on average than their

more experienced colleagu¥s
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New Teacher Retention Rates

Some attrition is expecte@mong
new teachers. Some candidates
selfselect or are counseled out of
their programs. Some may leave fo
personal reasons or transfer out of
state. Yet ae of the factors
exacerbating teacher shortages is
attrition among novice teachers.

For the 201516 cohort, three years
of retention data are available for
reporting. I n th
year of teaching, 20%18, seven

out of 10 teachers () continued
to teach in the same schod%
continued to teach in the same
district but in a different schol,
and8%continued to teach in the
Colorado public school system. In
this cohort’s th
201819, 54%0f the cohort
continued to teach in the same
school, 9%continued to teach in

the same districtand another 146

(N | ‘ N i !
Cohort'’s second year of teaching 2017-18

1% 7%

Continued to teach Continued to teach
in the same school in the same district
in a different school

8%

Continued to teach
in the Colorado
public school system

Cohort's third year of teaching 2018-19
54% 9% 14%

Continued to teach Continued to teach Taught elsewhere
in the same school in the same district in the Colorado
in a different school public school system

An additional 2% who had left the teaching workforce in the prior year returned to it.

Cohort’s fourth year of teaching 2019-20
42% 9% 17%

Continued to teach Continued to teach Continued to teach
in the same school in the same district in the Colorado
in a different school public school system

5% who had left the teaching workforce returned to it.

taught elsewhereitCo | or ado’ s
public schools. An additionat@vho had left the teaching workforce in the prior year returned to it. In

this cohort's

f @Q01920),M2owera still taadhing iretlee samie sclgool and an

additional Q6were still teaching in theame district. Another %bhwere teaching elsewhere in
Col or ado’ s ,gnd5PoWwho bad &ftthedeadhiag workforce returned to it.

Recruiting and retaining an excellent and diverse teacher workforce is the goal of all educator

preparation prograns and i

changing world.

mperative to

me et t he

needs of
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M

Concl usi on

Colorado is still experiencing educator shortages in multiple content areas and

geographic locations and we have yet to see the effects of COGMDn the educator workforce

What we do know is that Colorado EPPs havémportant role in both the recruitment and retention of
educators. Recruiting a field of educators that reflects the increasingly diverse population of students is
important. EPPs also continue to implement best practices in educator preparation uceemsvice
educators are equipped to persist in their roles and effect student achievement. Promising policies to
consider are those that bolster educator preparation and defray the costs.
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